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unit itself crea suspicion of some discriminate intent 
or effect would such a statement have significance, but 
t not as a fact as a conclusion. 
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',.;ark she Nas assigned was t.~at of an HEA, but the reason for tl1at 
conclusion was that discriminatory action of the administra-
tion had reduced her to that level. 
The Huerta report. reached a similar conclusion. It must be 
noted that the University, after ordering tne investigation be 
conducted, chose not to follm.,r the recommendation to remedy the 
















ity that was reduced to 50 percent 
2 because she v1as not lizing her time to justi 100 
3 percent employm"?!nt. That argument goes to the Grievant s per-
4 formance, which the University repeatedly asserted was not an 
5 issue in this Grievance, and has no bearing on ~~e determination 
6 s to reduce her time ';,·as t:he result of a C.i 
7 tory action. 
In sur.rrnary, the Union has borne its burden of establishing 
9 by substantial evidence ~~at the University violated SPP 200.1 by 
10 dmvngrading the Grievant's job responsibilities in response to 
11 activities on behalf of the Hexican Aiuerican co:n:muni ty, and by 
12 wrongful demo 
13 the improper change 






her and ~~en reducing her hours to reflect 






ember 30, 1982 
• 
TO: The Regents of the University of California 
We woul.d like to bring to your attention t enclosed article 
one of our members, Ms. Helen This art e was ished in 
Thursday, 23, 1982. You have 
of the letter to President Saxon, on which 
the article is based. 
To date, no from the President has been received. We would be 
rr.ost grateful for any the Regents can give us in securing justice 
in this case. 
Sincerely, 
President 






tive cycle had been 
:cience Editor" seg-




tc:k ~n until a 
I. 
made a 
based upon ex'1ensive interviews 
and a careful i)f an 
the docurr,enta:ion of Ms. Mar-
ouasl~lOJ[laiJle con-
duct had been object of the. 
lTnJ<cdia<•tinn made by the Presi-
task force, was therefore a!, 
lowed to control this supposedly 
u)'.ua•uu, totally 
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formation Act which demon-
strated that such a report had been 
shown to federai investigators 
only a few months before, both UC 
systemwide administration a...TJ.d 
the Director of the Cooperative Ex-
Because 
sequestering of docurr.ents. 
Marquez was unaware of the ex-
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A a::MPARABLE OORI'H STUDY OF THE U. C. BERKE.Lt..""Y NC:N-ACADEMIC PC6ITICNS : 
A joint project of the follo,.;ing groups: AF'SCME #1695, the Berkeley Staff 
Association, the Center for t..'i.e Study, Education and Mvancerrent of Wcrren-
Waren' s Center, the Ccmparable Worth Project, Staff Wcrren for Affirrnati ve 
llction and the Y-House. 
-579-
.: ~ .. --....... 
.. 
44% 36% of the 
labor force. '!be 
55% of all :rrothers are rt::M wv;.. • .,_.u 
si."'lce 19 56 when 28% all rrothers 'WOrked 
of 'W'Cmen 16 
has 
worked the 





eve-ry dollar earned 
ea..rned by men. 
to men have '-=''--'-'-.u'"""'. 
men In 
-5 
~ nc::1.V earn 57¢ for 
for dollar 
• 
Fena.le dan:inated are 
for 
2 
study c:onduc'-....ed in San Jose showed that on average female~ jl:Jbs 
were paid 15% less t."1.an jobs ..mi.ch required ccmparable levels 
of and The senior clerk typist (pre-
dcrninately fe:nale) and lab technician II (predaninately male) were 
rated as o::rrparable jobs and yet the senior clerk typist earned 27% 
less t.'h.an t.~ lab tec.~cian II . . 'Ibis the kind of study we want 
the Unive...--sity of california, Berkeley to conduct. 
Purpose and ~thCX:S 
The pu..rp::>se of study is to demonstrate existing inequities 
i.."l the pay structure for non-academic employee classifications at 
the Unive...--sit:y of califo:rnia, Berkeley. To derronstrate this phenaren 
a· nurrt:er of Unive...--sit:y documents were used: "Title and Pay Plan-
D:::cupational Subgroup Sequence, 7/1/80;" "Staff Personnel Ma:nuan, Series 
Concepts; " University on the number of employees as of 
10/30/80; and the "Transfer and Prc:rrotion ~rtunities 
Bulletin11 • (Figures used did l10t include the rnanagsrerlt program 
staff.) 
Using 
determine tl-.e sex o:::rrposition of the labor force and occupations, 
the WErighted average maximum rronthly salary figures for IrEl1 and 'NCI'ren, 
and the salary levels of IrEl1 and wcmer1 by the numbers of each at various 
salary levels. 





rrore ~ than rren 





2) Based on 383 used at U.C. Berkeley, 75% of all 
classifications are sex segregated (rreaning 70% or rrore of the employees 
of a classification are male or fe:nale) • 48% of the classifications 
are male daninated, 27% are female daninated and 25% of the classifications 
are mixed. (Fig-l.lre 









3) Waren, in non-academic positions at U.C. Berkeley make an average 
18% less than men non-academic positions at U.C. Berkeley. The weighted 
average maxi.."!'U'n rront.hJ,.y salary for w:::rren at Berkeley is $1425, and for rren 
it is $1680. (The weigthed average maxi1-rn.:m rronthly salaries were c:aTq?Uted 
by multiplying the :ma.x:i.rnun salary for each class by the total numbers of 
rre.'1 (or wcrnen) in the salarJ totals for all classes and dividing 















5} Table l and their ma.xim.lm m:mthly 
salary. Four of the are predaninately f6"'!"1Ctie, three 
are predan.:i.nately male. After reading the job specifications for a 
nurrber of classifications, -we found that these four fenale daninated 
classifications -were ~able to the three male dan:inated classifi-
cations, yet the 'W01'e!1 are paid 41% less than the nen. 
An .Administrative Assistant II is expected to supervise personnel 
or have imepende."'i.t responsibility for a carpre.l;ensive fUnction or unit, 
and is expect.ed. to kn<::;r..; the basic principles and :rrethcds of a technical 
field. A Senior Physical Plant Medl.anic is expected to supervise 
'M)rk crews, inspect materials, analyze and resolve work problE!T's, 
and perfonn the necessary carpentry duties to maintain 'M)rk structures, 
perform electrical trade functions and paint • .And yet the Admi.ni.st.r:ative 
Assistant ~I g§:!ts paid 36 % less than the Senior :Physical Plant Mechanic. 
TABLE 1 
TITLE Number of Highest 
CODE Female Classifications Women Men Monthly Salary 
4682 Senior Typist Clerk 193 (11) $1102 
4671 Principal Clerk 249 (29) $1260 
5007 Secretary II 266 ( 2) $1260 
4713 Administrative Assistant II 210 (16) $1442 
TITLE Number of Highest 
CODE Male Classifications ·Men Women Monthly Salary 
8174 Physical Plant Mechanic 24 0 $2044 
8173 Lead Physical Plant Mechanic $,2139 
8172 Senior Physical Plant Mechanic 48 ( 4) $2243 
-585-
and 










We found in our 
less than men in ~able jobs. (See Table We also found that mJSt 
~ are in :fX)sitions with a ma.x.:irnt.ml salary which is less than $1600/mJnth, 
while mJst men are in wi t.h a max:i.mJm salary which is greater 
than $1600/rroht.~. (See Figure 3) Fran these prelimi.nary results, ......a 
believe the University of California, Berkeley administration must re-
consider its pay classification system. 
We urge the U. C. administration to undertake a ~able 
worth stud:{ in ron junction wi t.h t.'!-te groups represented by this study so 
that ......a ca.'"1 begL'"1 to pay ~ workers at uc Berkeley what they deserve. 
W:::lren ha.ve waited long enough for a just and equitable wage. 
-587-













An equally potent concept is that of personal accountability for 
discriminatory actions. Currently, a manager or officer of the 
University may freely discriminate without suffering any personal 
consequences. If the employee who has been discriminated against 
grieves and wins, the cost of defense, damages and administrative 
costs are borne by the University. 
Further, since the manager or officer of the University is not 
assessed (as required by policy) for his accomplishments in 
affirmative action or diversification of workforce, there is no 
personal penalty. That is, his pay raises continue as before. 
While the employee bears the full cost of raising the issue, the 
person who has discriminated is provided full defense at cost to 
the taxpayers. 
My proposal is that the Legislature pass a bill that would require 
the University to recover costs of damages, administrative costs 
and legal fees, when a hearing or other problem-resolution process 
(including a legal court ruling) finds evidence of illegal discrimi-
nation. If the manager knew that he would have to personally pay 
for the damanges and costs incurred by the University for behavior 
in violation of policy and/or state and federal laws on employment, 
that person might consider the matter serious enough to alter be-
havior. 
In addition, the cost of such behavior would no longer be passed 
on to the taxpayers. Right now, when such behavior results in 
lawsuits and costs, the costs are borne entirely by the institution. 
Requiring the institution to recover those costs would result in a 
startling change in behavior. 
RENEWAL OF CONCEPT OF AFFIRMATIVE ACTION 
The concept of affirmative action is obsolete and comes out of a 
"you or me" paradigm. Unfortunately, it implies that "I must 
get ahead at your expense," or "You will get ahead at mine." At 
its most basic level, it assumes that there is limited opportunity 
and that we must climb over each others' bodies to gain access. 
In fact, there is a far more wholesome concept that needs to be 
promoted. I call it the DIVERSIFICATION OF OPPORTUNITY program 
or the "DO" program. This implies an intent to open up the oppor-
tunities to everyone--and not to exclude anyone. I think that 
conceptually this is far more palatable than the former concept 
of affirmative action. The test for personal and institutional 
accountability is in results--is there a diverse workforce enjoying 




RESTRICTION ON USE OF FUNDS 
Almost all of the aff 
to date have been 
systems that would successful 
intrude and change a basically 
intended for "affirmative action" were 
affirmative Very 1 e was 





off those who would 
system. Those funds 
effect to defeat 
on programs; when it 
s te obviously and 
Whereas in the past, 9 dollars went for admini and defense 
systems, and l dollar went for 
grams and 1 for systems. If the 
tional accountabil were 
for effectiveness rather than to 
women and minor group members 
OTHER DOCUMENTS 
, now 9 go for pro-
of personal and institu-
' the programs would be designed 
demonstrate a bias that 
must fail because they are inferior. 





the President's Office 
to nor a 
University. He 
lions of dollars 
's commitment 
Action in the Management 





in program have 
the program that their careers cannot be 




that very l 
More importantly, 
who have a strong stand 
treatmen of women and 
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past five years in 
to The Regents, the 
ished the money ex-
like myself 
the law and support 
s have had their employment 
• 
-4-
When we talk together next week, I will have reviewed other 
documents that you may find useful. I am attaching more detail 
on the questions you raised to assist you further. 
Sincerely 1 
Carole L. Baskerville 
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• Information is based on 1981-1982 budget proposals. 
• Information represents my opinion based on six years 
as management analyst for Systemwide Administration. 
subject to rebuttal and disagreement. 
OUTLINE OF MATERIAL 
• Part I: Systemic Problems 
A. Budgetary Process 
B. Personnel Process 
Carole Baskerville 
Problems may have been corrected by now. 
experience as head of personnel, budget and 
Like all judgements and opinions, it is 
• Part Il:Functional Review of Key Problem Areas in Systemwide Administration 
















Carole Baskerville March 1982 
1981-1982 PROPOSED BUDGET 
SUMMARY INFORMATION ON THE DISTRIBUTION OF STATE-FUNDED 
RESOURCES WITHIN SYSTEMWIDE ADMINISTRATION 
FTE Payroll--Total Salary Comments 
$1.229,952 Increase over 1980-81 of $35,096 
Vice President of the University 
40 
72 $2,062.011 Increase over 1980-81 of $42.280 
Academic and Staff 
Personnel 
Business, Financial 
61 $1,628,106 Increase over 1980-81 of $36,000 
I 
L!l 
0'\ & Information 
and Computing 191 $4,924,688 Increase over 1980-81 of ~211,610 L!l 
I 
Affairs 16 $ 396,794 Increase over 1980-81 of $2,170 
Vice President 116 $3,279.904 Increase over 1980-81 of .381 
Totals 496 $ 13,5~1,455 
NOTE: Information here was taken from documents submitted each office to the President for Budget 
for 1981-2. Documents were obtained under Information Practices Act. 
Daes not include non-state funded positions in Systemwide Administration. 
Does not include Division of Agriculture or the Offices of The Regents 
• 
-
SUBJECT CURRENT APPROACH 
Resources are added to the 
base without examination the 
~ 
managers have 




More is better. 
Current 
PART I: SYSTEMIC PROBLEMS--Budget 






Unique character of institution is 
preserved when modern technology 
is avoided. Emphasis on efficiency 
would dehumanize administration 
and inhibit creativity. 
It is unclear who is accountable 
for what in terms of job 
responsibilities, functions, 
or management of human resources. 
overruns are routinely 
covered and in some cases 
individuals have been promoted. 
Basis for allegation: Promotion 
of individual to head 
There is little 
in 
Reference is to 
U" or "ad hocism". There is little 
administrative discipline. 
SUGGESTED APPROACH 
Creativity belongs in administration--but 
in seeing to it that work is done as 
efficiently and in as cost-effective 
manner as possible. Work should be 
organized for efficiency; morale will 
be enhanced when individual's efforts 
can be demonstrated. 
Accountability needs to be clarified.~ 
Corrective action taken for managers ~ 
m 
who overspend or who produce little 1 
results when managing staff. 
• like campuses, should be 
to for 
temwide Administration that 
campuses could know and agree to 
and support. Vithout a •. it is 
difficult to hold anyone accountable 
for anything. More resources are 














Policies. State Law. etc 
• 
PART I: SYSTEMIC PROBLEMS~-Personnel 
Carole Baskerville March 1982 
CURRENT APPROACH 
Positions are constantly reclassified 
upwards without downward adjustments, 
Positions are structured to justify 
staff. 
salaries rather than for 
since managers are 
on the basis of the 
and number of their 
Positions are classified on the basis 
of ureference by an executive as 
classified on the basis 
and 
Results in and visible 
risk from suit for others who are 
This 
measure; are 




is hard to 
institution _ 
personnel and attorneys) 
and in the payment of settlement fees, 
e, 
SUGGESTED APPROACH 
Audit of grade levels to determine amount 
of increase; reversal of trend. 
Managers should be compensated on how 
well the resources are (including 
human rather than how many 
positions were upgraded or how many 
positions were added to staff. 
ion system needs to be revised 
the criteria. 
Classification by 
be eliminated from • 
whose actions in loss 
of to the Univers where 
those actions were in clear violation 
of should be held 








SUBJECT CURRENT APPROACH SUGGESTED APPROACH 
Models 
PART II: FUNCTIONAL REVIEW OF SYSTEMWIDE ADMINISTRATION 
Carole Baskerville March 1982 
EXPLANATION AND SUMMARY OF THE FOLLOWING MATERIAL 
CONTENT: Following are functional areas which have significant problems that could, if resolved. result in 
Those problems are categorized into: 
This hreaks B function into unnecessarily small units. Result is a need for 
excessive coordination and is used to justify a number of high level management positions (one for 
each uart of the function that is managed plus one to coordinate the 
This involves taking a as the of items--
This involves 
with regard to 
morale since no one individual can 
shared with peers. It occurs when 
individuals and groups in order to 
This _ process and makes work for all 
and high level staff 
work to two or more offices. Results in 
and • It is 
proceed with any in a program area that is 
there is a limited amount of work that must be divided among 
justify high salaries, 
This involves a vertical structure which does not allow 
It is tvpicallv used to defuse accountabil contribution to be measured. 
All of the above result from excessive of resources. the careers 
of the individuals involved and produce low morale and effectiveness. 
ESTIMATED SAVINGS: Specific ions are.not identified with individuals. Instead, the salaries for the 






(this is a conservative figure) 
Total 
II 
Officer FTE 30,000 
if all recommendations were implemented are estimated at 
since the elimination of positions in Systemwide Administration 
So the effect of reducing and work" in 
effect in generating . 
,,.;rv,vvv• This is a conservative 
results in less administrative work 



















of operational business, 
• and personnel services 
to Systemwide Administration staff 
CURRENT APPROACH 
A central personnel, budget 
office provides services 
to all Systemwide Administration 
staff. In addition, each 
division has set up a similar 
and parallel operation. Result 
is confusion over responsibilities, 
excess staffing and unnecessary 
additional costs. 
SUMMARY: Duplication 
Academic planning is 
between the Vice President 
of the University. the Academic 
Vice President and the various 
departments within those divisions. 
For example, an academic issue may be 
from an academic perspective 
by the Academic Planning Office 
reporting to the Academic Vice 
President, while the same issue may be 
analyzed for budgetary implications by 
the Budgetary Planning group. Then. 




Have central offices provide operational 
services as well, such as record 
keeping in personnel, thereby 
eliminating division activity. 
Coordination of two groups would not 
be necessary (saving time) plus 
work could be performed at lower 
salary level. 
Estimated savings: 
5 Management Services Officer 
Positions 150,000 
2 Clerical Positions 40,000 
$ 190.000 
Consolidate the work of academic 
_ under the Vice President 




4 Management Positions 














Each of the different areas of 
services is with a management 
person heading the function. This 
results in the need for level 
coordination when in fact very little 
be decided without 
with asoects of 
framework. 
SUMMARY: 
The current division of 
results in 
almost all of the management 
As a result, there are two individuals 
similar 
functions in instances 
later section) as well as serious 
overlapping in the areas of 
relations and management compensation. 
To further complicate the matter. Vice 
President Fretter shared with Vice 
President Kleingartner 
SUGGESTED APPROACH 
Combine the different functional 
areas under the Assistant Vice 
President--Student Academic 
Services as separate and 
dis inct units headed 
staff managers). 






management so that one 
individual has responsibil 
for a functional area: for 
ted : 
4 FTE 160. 
4 Professional FTE 120 
for management assessment, Vice President 
Kleingartner is for management 
assessment, while Vice President Fretter 280. 
is responsible for . The 
distinction is difficult to maintain, 





of University budget 
Executive Leadership 
CURRENT APPROACH 




Assistant Vice President for 
Budgetary Plans and Relations 
Budget Officer 
Assistant Budget Officer 
plus professional levels 
In addition to creating communication 
problems (who really is responsible?). 
the structure is paralleled by a 
similar group in Academic Planning 
(see comments on prior page). 
SUMMARY: Structure--Excessive Layering 
Each of the Vice Presidents has three 
or more Assistant Vice Presidents 
reporting to him/her with management 
personnel at lower levels reporting 
to him/her. This deeply vertical 
structure does not allow any one 
individual to have an on the 
program area-~let alone be held 
accountable in the program area. 
Current levels are: 
Level 1: Presidential 
Level 2: Vice Presidential 
Level 3: Assistant Vice Presidents 
Level w: Special Assistants 
Level 5: Managers of Program Areas 
Level 6: Professional Staff 
Level 7: Clerical/Administrative Staff 
SUMMARY: Structure--Excessive Layering 
SUGGESTED APPROACH 
Reduce number of organizational levels 
and clarify individual responsibilities 
for those positions that remain. 
Estimated savings: 
2 Management FTE 





Eliminate one or more levels of management 
within Administration. 
Either combine the Vice Presidential 
and Assistant Vice Presidential levels; 
or combine the level management 
who report to the Assistant 
Vice Presidents with the Assistant 
Vice President level positions. Reduce 
nu 
The result would be: 
Level 1: Presidential 
Level 2: Vice Presidential 
Level 3: Managers of Areas 
Level 4: Professional staff 
Level 5: Clerical/Administrative staff 
Estimated : 
Eliminatiug Out! lt::Vt::l• 







5 200.000 (additional) 
FUNCTION 




The public affairs and information 
services (including is currently 
divided between two offices--Public 
Affairs and News Services. As a 
result of the division. the staff in 
the two offices sometlmes have dif 
in 
both feel 
set of work. Personnel 
resulted. Discussions have occurred 
the functions (as 
Duplication 
SUGGESTED API>ROACH 
the two offices--Public 
Affairs and News Services. Reduce 
the management by three 
the functional areas. 
Estimated 





EXPLANATION AND SUMMARY OF THE FOLLOWING MATERIAL 
REVIEW OF MANAGEMENT POSITIONS WITH 
OVERLAPPING RESPONSIBILITIES 
Carole Baskerville March 1982 
CONTENT: Following are management positions organized by functional area where I believe to be there is 
a significant overlap of responsibilities. The result of the overlapping is confusion and a tendency to 
.. protect one's turf"; this makes it more difficult to accomplish work and expenses are unnecessarily 
increased. 
CAUSES: There is no incentive to deal with personnel issues when ample resources make it possible to 
add staff and management positions. That is, if there is a problem in a functional area, rather than 
address the cause, there is a natural human tendency to solve~the problem by adding more people and 
more manaRement positions. The following material resulted from unlimited resources. 
COSTS: The cost of the combined salaries is $2,007.400. This figure does not include the increases 
salaries since 1/1/81 nor the addition of more management positions. More importantly, the figure 
not include the staff that each of the executive or management positions requires. This 
include one or more clerical support positions as well as professional staff. It 
does not include the costs of maintaining such a group--offices, telephones, , benefits.etc. 
I estimate $100,000 per position for support for an additional cost of $4,500,000. 
: Of the $6.5 million described above, as much as half is wasted through duplicate effort and 
functions. In other words, f 
NOT INCLUDED: Please note that The Regents Offices and the division of Agriculture are not includerl, 
Further savings could occur there. Please also note that these figures do not include overlapping 
activities of the staff assigned in each of the functional areas. That is covered in the next section. 
CUMULATIVE EFFECT: If, as I suggest, half of this money is wasted annually, we are in effect suggesting 
that close to $20 million has been misused during the years 1975 to 1982, the time during which I 


















.Assistant Vice Pres 










Management of Staff 
Relations 
Management Compensation 
Management of Retirement 
System 
Affirmative Action 
TITLES SALARY EFFECTIVE 
1/1/81 TOTAL 
.Assistant Vice President--
Staff and Management Personnel 
.Director of Collective Bargaining 
Services 
.Special Assistant--Employee 




.Director--Compensation and Research 






Special Projects 36,000 
.Director--University Benefits Programs 50,500 
.Manager--University Retirement Programs41,500 
.Assistant Vice President--Affirmative 
Action Planning and Review 
.Coordinator--Affirmative Action 

















.Assistant Vice President--Budget. 
Analysis and Planning 
.Director of the 
.Associate Director 
.Director of 
.Vice President--Financial and 
Business 
.Assistant Vice President--Financial 
.Director--Financial 
.Chief Accountant 
.Assistant Chief Accountant 
.Vice President--Financial and 
.Assistant Vice President--Business 
.Vice President--Financial and 





















• Student and Personnel 
Information 










Patents Administration ,Patent Officer 
.University Patents Administrator 
CUMULATIVE 















Dear Bi 1: 
At a recent Vice idents 
to cs e 11 campus 
topics related 
as collective bargai 
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i ncreas i 
l y 
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es 
ISTHATION 









, I am not 
c and campus-
a unique op-
p each campus 







:, •·• ,..',•..!! a..',. .. ·,. 
Vice President -2- July 16, 1981 
s d oped by System'llide in a forceful plan over 
for discussion th the campuses in the fall. I would hope 
ts of ese discussions could ultimately go to The Regents 
in the form of a proposal then to the legislature next year. This 
proposal would likely include a request for substantial funding augmentation. 
Sincerely. 
q1~~~ 
cc: President Saxon 
Acting Vice President Albertson 
Assistant Vice President Bovell 
Executive Assistant 1son 









Enclosed is a copy of the press release which summarizes the 
problems that Black students are having in eqrnl education 
opportunity in higher education. 
the lawsuit is being filed 
Dominguez, we are to 




establish a precedent 





e:nher 27, 1982 ---FOR !~MEDIATE ~ELEASE 
This press conference is called to announce that the 
CalHornia '1lacl< Facul y an Staff AssociationjLP~a ~)efens n 
arsh i p Fund is filing a class act 1 aw suit against 
California State University at Dominquez Hills on behalf of :nack 
students, fac ty, and staff members. 
This 
to be fil 
ass action law suit is the first in a series of suits 
against the 19 California State University campuses. 
The t~rust of these suits is (1) to assert the constitutional 




ile environment, (2) to ensure that Black students ~et 
air ar(.> o the cat onal resources, 3) tn affirm 
wi 1 no longer have taxation without adequate 
at on in e0 ation, ( ) to secure parity and equity in 
e irin~ of facu1 y an staff, (5) to block the organize1 
tP~nt to e~clu~e Blacks from the three systems of higher 
~~ucation, anrt (G) to secure for Black students their 
co itutiona ri s to positive role models in the classrooms. 
Th e s n t is he in g first against CSU Dominquez Hills 
e its aff rmative action pnlicy st cks out like a sore 
• Its affirmative action program is not in compliance wit 
-615-
-2-
fe eral gu i anrl aws o io • 
University has ~een i predom n l'l~c commun y 
annroxi~ately 20 years. t as a y t at s over :-; 
rnack: but on y Black classroom facul y. 
The paucity of Blacks is a iirect res l of the University's 
r ac i a 1 po 1 i c v. Th few Blacks h red t 
subjecteri to constant harassment, lien erl t rer'l, j anrl 
in some instances, have been forceri t t, narticularlv those 
nlact:- malPs who are hi ly cor:P"letent. We have founrl evi<iencP 
where the artm istration has use~ state r rces to consnire to 
violate the civil ri ts of some Black ssors on camnus. 
The act ion taken a~a in st csrr nomi nquez i 1ls represents the 
culmination of fruitless att s marie various me~hers of the 
Black communi tv to he Un versit t c :::; n ive 
racial pol toward B acks. i.1emhers e Carson r:hanter of 
the NM'ICP have met with the Univers Pres 'lent on numerous 
occasions OVAr t e ast threE! emnt to r0solve 
es0 l t y em a 1 r>rnn t y 
promises. 
no nquez n 1 are 11 L 
n ack st r1e Y, anrt 
staff. PS y 
i narate st ents o ces anrt have 
adverse v cter1 their per ce i ropou a'te 
s s re ated o y etween e 
s n s hP nPr('P ta~e 
ac 
-6 6-
CBFSA has receiverl numerous complaints from :31aci< students that 
some white instructors expose them to constant insults, 
humiliation, implied or expressed racial inferiority and ~rade 
them rtown accordingly. This type of racism cannot be allowed to 
continue in a state supported institution. 
First. racism infringes upon the constitutional rights of 
Black students to be educated in a environment conducive to 
learning. In accessing quality education, the United State 
Supreme Court stated in Brown v. :3oard of Fducation that the 
courts must look not only at tangible factors but also at the 
eff0ct that the environment has upon the educational process, 
Hirino;- anrl promotion practices at r:::sn Dominquez Hi11s have 
create~ an unhealthy environment for Black students. It in 
effect denrives them of equal educational opportunity by forcinJ 
them to receive instruct ion from facu 1 tv ann actmi n i.st rat ion 
composed of persons selected on the basis of unlawful racial 
criteria. 
Sel":onri, the exc nsion of Black professors from the 
classroom, combine~ with ne~ative ima~es presente~ of Dlacks 
the media, has hari a rlisnarate impact upon the educational 
process. This exclusion denrives Black students of positive role 
modPls with which to i~entify. The political si~nificance of 
positive role mo"'lels in the classrooms anri meliia cannot ~1e 
asize~. These institutions ~efine for the ~rowing child 
the possi"hle roles he can assume in later life. Th.,ir failure 
to ~ct a positive imago of Blacks poses a special probl~n for 
the Black male child w~ose only positive image nrescnted to him 
-617-
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rer,ularly is that of the Black male athlete. 
Denying Black sturtents positive role models anpears to he n 
systenwi~e policy. The administration on various campuses has 
consistAntly hlockerl Black Studies ~epartments from hirinr:; hir;hly 
comnetent and scholarly Blacks who can serve as positive role 
models for Black students. For example, at California State 
TTnivcrsity at Lonr; Beach, the administration prevented the rn~~k 
Studie<:> Department from hiring two hir;hly rpHllified nart-time 
Black male instructors. One of them had two Ph.D'.s from hjr,hly 
raputahle universities. Instead, the administration jnsist0rl on 
hirinr; a !'Hack with highly questionable crerientials. 
CST' Dominquez Hills' racist nolicy is also isolating th(~ 
lack community, narticularly in its master eacher nrnr,ram. 
This program is perhaps the most important nrogram to the Dlack 
communitv. It is the program that orovides teachers for K-12, 
Accordin~ to the coller,e cata • the two unifie~ school 
districts which are predominantly minority are excluded from 
participatinr; in this program. This policy virtually nrohibits 
Blacks from enrollin~ in the program. Those Blacks who ~o enroll 
find extremelv r!ifficult to obtain teach cre~entials. Some 
students had to transfer to anot school or apply for their 
teacher cre~entials directly to Sacramento. 
For over 15 years, the University has had a large number of 
Black students who work during the attend school in the 
even inP.:. Three years ago, the 7Jni vers it y implemented a plan to 
reduce the numher of Black students on camnus. First, it spl'?nt 
over ~10 mi ion dollars to or es so that the 
-618-
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University could attract white students across the country. 
Secon~ly, it gradually started to reduce the night class offering 
so th~t working class Blacks who are trying to improve them~elves 
cannot attend. t creating a little Rhodesia in South Los 
Angeles. 
This suit is a step toward averting an organized systemwide 
att to deprive Black students of their fair share of 
educational resources. The administration has made two attempts 
to exclude ~lacks and other disadvantaged minority students from 
the e~ucational process: 1) by eliminating those programs (e.g., 
E.O.n. and ethnic studies departments) designed to facilitate the 
entrance of minority students into the system,, and (2) by 
eliminating the supnort svstem desir:neci to overcome the effect of 
di:::;crimination. 
For example, at San Jose State TJniversity the arlministration 
attempted to dismantle the Equal Opnortunity Program on campus 
ast qnring. It took an act of the state Legislature to stop 
t . This year, the administration has implemented another nlan 
to dismantle the Afro-~nerican Studies Denartment on campus. 
Such action wi significantly affect the retention of Black 
sturlents anrl virtually riestroy their supnort system. 
One of the nolitical roles that the E.O.P. anri ethnic 
sturiies ments have player! in the erlucational process has 
been to contradicts the traditional racist concept that racial 
minority students cannot learn. In order to make this racist 
tern confir~ to fact, the administration has sought to 
eli~inate those systems that are designed to create an 
-619-
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26 March 1982 
Chancellor Heyman, 
The ASUC/GA plans to hire a consultant, Catherine ¥~c Kinnon, who has 
taught sex discrimination in laws schools at major univers.ities. Unfortunately, 
Ms. Mac Kinnon has been working in the east coast and therefore will not be 
able to submit her evaluation of the grievance procedure until early April. 
We are sure you will agree that Ms. Mac Kinnon is one of the foremost authori-
ties on sexual harassment ·and sexual harassment grievance procedures and 
therefore her input is vital to having an effective, fair, and efficient 
procedure. We have directed her to send her evaluation, when completed, 
to your office, and we look forward to meeting with you and your advisors in 
order to discuss her recommendations. 
The Coalition for an Effective Grievance Procedure, meanwhile, has 
reviewed the most recent procedure and has the following recommendations: 
1. The hearing panel should have the power to recommend disciplinary 
action for both officers of instruction and non-faculty members. Besides 
making reparations to the student, because it is impartial to both parties 
involved, and because it r~s heard the testimony and evidence first-hand, 
the hearing panel will be in the best position to recommend proper disciplinary 
action. 
2. The student should have the option to use this procedure even if 
discipline is the sole action requested. Use of one procedure for all cases 
will ensure an impartial hearing and a standardize~Lprocess. 
3. The definition of sexual harassment should be clarified so that it 
can be interpreted broadly to include offensive environments and verbal abuse. 
4. The respondent should be defined as a person, unit, or University 
sponsored program. Often sexual harassment is initiated not by individuals 
but by institutional units, in which case the unit or department head will 
be named as respondent. 
5. The University should provide adequate legal counsel to the extent 
feasible if the respondent or complaintant desires but cannot afford such 
counsel . 
6. The composition of the students in the grievance pool should repre-
sent the diversity of the student body, based on sex, race, ethnicity, sexual 
pref~rence, and physical disability. 
7. The procedure should include an option whereby the complaintant 
can file an informal ~~itten complaint, as outlined in Susan French's 
(10/81) section IV subsections C&D. Such a procedure protects the complain-
tant's anonymity and provides more protection from reprisals. 
8. The Chancellor should choose an alternative Administrative reviewer 
other than the Provost or Assistant Chancellor if they are either a respon-
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All groups operating under The Regents, including administration, 
faculty, staff, student governnents, .University-owned residence halls, and 
programs sponsored by the University, are governed by this policy prohibiting 
sexual harassment. This procedure is specifically addressed to complaints of 
sexual harassment and is a supplement to general policy and the appeals pro-
cedures for Title IX discrimination found in the Regulations, Implementing 
Systemwide Policies Applyin to Campus Activities Organizations, and Students 
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dating, host le, or offensive University environment; 
(d) sue conduct has the purpose or effect of unreasonably dis-
couraging part cipation of students in any University pro-
grams or activities on the basis of their sex. 
B. Student 
Student means a person enrolled as a student at the Berkeley campus or 
actively pursuing an academic degree with a member of the Berkeley faculty 
or with a department of the Berkeley campus, whether enrolled or not, (e.g., 
a student writing a dissertation or honors thesis), at the time the alleged 
act of sexual harassment occurred. For purpose of this Procedure, Extension 
students are included. 
C. Complainant 
Complainant means a person who files a complaint under this Procedure. 
D. Respondent 
Respondent means the person alleged to have engaged in sexual harassment. 
E. Representative 
Representative means a person authorized by the Complainant or Respondent 
to act as that person's representative under this Procedure. In the formal 
hearing process, any party is entitled to be represented by legal counsel. 
F. Days 
Days during which the administrative offices of the Berkeley campus are 
open for business; excludes weekends and University holidays. The time limits 
set forth herein may be extended by the Title IX Compliance Coordinator for 
good cause, except the deadline for filing a complaint and the deadline for 
commencement of a formal hearing under ~ V. E. 6 . 
G. Preponderance of Evidence 
Such evidence as, when weighed with that opposed to it, has more convinc-
ing force and the greater probability of truth. 
H. Prima Facie Case 
A prima facie case is established when the Complainant presents informa-
tion which, if unrebutted, would be sufficient to support a finding of sexual 
harassment affecting a student and injury resulting therefrom. Frivolous or 
otherwise groundless allegations which do not include supporting evidence 
-4-
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upon which a finding in the 
stitute a cie case. 
IV. PROCEDURES: 
1 a nan 1 s m be reached do not con-
Students are encouraged to at empt nfo t on complaints of 
sexual harassment. Howeve , students are not to do so, and a formal 
written complaint may be f ed a deadline for filing such 
complaints has passed. In seeking n tion a student may obtain 
assistance from any of the designated counseling units. A refer-
ence list can be in ix 1 be ava lable to discuss 
the complaint with the student. i the i 1 and formal 
procedures available seeking reso ut on oft compla nt, advise the stu-
dent of applicable dead ines, prov de the studen w a st of other campus 
resources available and provide ass stance i prepar ng or resolv ng complaints 
of sexual harassment. If the student desires to roceed, the advisor will 
assist the student in attempting informal resolut on s appropriate. 
The ident ty of the student and the deta 1s of 
shall be received in confidence by the refe ral u t, 
be kept. The un t shall adv se the off ce the T 
nator of the genera nature the compla n withou 
parties invo ved. 
student 1 s complaint 
where no records shall 
IX Compilance Coordi-
ing any of the 
Without filing a written compla t, 
resolution the complaint. 
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head or ot r 
s unsuccess 
not wish to 
committed 
s need not attempt 
the comp aint directly 
sexua harassment. 
to ga n an ble 
tact wi h the person 
act, he student may 
th the rtment 
tmen head is the person 
a leged to have 
but need not at 
n sexua harassment, the student may 
to reso ve the comp a nt w th the department 
head 1 s 
3. f the 
d rec 1y to 
rece ve comp a ts 
sexua harassment a 
Coordinator. Unit Heads 
and the chief administrato ot 
Studen Services, the V ce Chance 
Serv ces, The Vice Chance or, he 
Fac it e Tha 
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1 ance 
Co 11 ege 
Vice Chancellor-
ness and Adm nistrat ve 
V ce Chancellor-
counsel the student about 
be made to reso ve the 
• 
matter before g a r tten comp a nt. 
V. PROCEDURES: FORMAL 
A. Fi 1 i 
Formal complaints may be filed by a student or by his or her represent-
ative. Formal complaints must be filed with the Title IX Compliance Coordi-
nator at the Office of the Chancellor, 200 California Hall. A formal com-
plaint must be in writing and must include: 
B. 
1. The name(s), address ) and telephone number(s) of the Complain-
ant(s) filing the complaint, and his or her Representative(s). 
2. The name(s) of the Respondent(s). 
3. A specific statement of the acts or practices alleged to constitute 
the complaint of sexual harassment, including the dates on which 
and the locations in which such acts and practices are alleged to 
have occurred. 
4. The remedy requested. Remedies requested may include, but are not 
1 imited to the lowing: withdrawal from class without penalty; 
transfer to another section or to another class; removal of evalua-
tions or letters of recommendation from the student's file: recompo-
sition of committees to oversee graduate studies; change of advisor(s); 
assistance in securing job referrals, research appointments or col-
laborations; changes in grades or the basis of grading; extension 
of time for completion of course work. The remedy requested should 
be designed to cure the injury alleged to result from the sexual 
harassment. In the case of sexual harassment directed toward groups 
of students rather than individuals, other kinds of remedies, such 
as providing different or add tional instructors for certain courses 
might be sought. If the sole remedy requested is discipline of a 
faculty member, the lainant shall instead file a complaint pur-
suant to the Berkeley Campus Misconduct Procedures and submit it to 
the Chancellor's Office through the Title IX Compliance Coordinator . 
Review of F i 1 laint 
On receipt of a complaint, the Title IX Compliance Coordinator shall, 
within 5 days, review the complaint to determine whether it meets the require-
ments of ~ V. A. and whether it states a cause of action for sexual harassment 
under ~ I I!. A. which s cognizable under this Procedure. 
1. If there are deficiencies in the complaint, the Title IX Compliance 
Coordinator shall inform the person who filed the complaint of those 
deficiencies and provide the opportunity to amend the complaint. 
if the person il ing the complaint fails to remedy the deficiencies, 
or if the complaint is untimely, the Title IX Compliance Coordinator 
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merits, that dec s on becomes ina] 30 after notice of the 
decision is given. D sposition of the complaint shall be made as 
fo 1 1 OvJS: 
(a) If the comp nt is dismissed, not fication of the dismissal 
shal be sen to the Title IX Compliance Coordinator, to the 
Complainant(s), and to the Respondent(s). No record of these 
proceedings shal be kept in the personnel file of any indi-
vidual respondent. 
(b) If the Provost or Vice-Chancellor finds that sexual harassment 
has taken place, appropriate remedial relief shall be granted 
as follovJs: 
(1) f the appropriate remedy is a grade change, the Committee 
on Courses of Instruction shall be asked to determine the 
appropriate grade to be awarded to the student. The Com-
mittee shall not reexamine the determination that the 
grade assigned was the result of sexual harassment. 
(2) If the appropriate remedy relates to other matters in 
which only the Academic Senate is authorized to take 
remed al action the request for remedial relief shall be 
sent to the appropriate committee. That committee shall 
not reexamine the determination that sexual harassment in 
fact occurred. 
(3) In all other cases, the appropriate administrative offi-
cial 1 be directed to take suitable remedial action. 
That official shall not reexamine the determination that 
sexual harassment in fact occurred. 
E. Referral or Request for Formal Hearing: Pre-Hearing Procedures. 
Referrals and requests formal hearing shall be filed with the Title 
IX Compliance Coord nator. Any Complainant or Respondent is entitled to 
file a request for formal hearing after a dec sion on the merits in the 
administrative review. Such request must be filed within 30 days after 
notice is given of the decis on on admin strative review. The formal hear-
ing shall be a hearing de novo. 
On receipt of a referra or request for formal hearing, the Title IX 
Compliance Coordinator shall promptly notify Chancellor, the parties to 
the complaint, and the Vice-Chancellor, the appropriate Provost, Dean, 
Chairperson, and/or Supervisor. Such motion shall be filed with the Title 
IX Compliance Coordinator and shall be determined at a pre-hearing conference 
under 5. (a) below. 
1. If the Res t has not previously answered the complaint in 
writing, the Respondent shall do so within 10 days after receiving 
notice of the request for formal hearing. The answer shall be 
filed vlith the Title IX Compliance Coordinator and copies shall be 
provided to all parties. 
-8-
-631-
2. w; t ' ~ 
the 
is 














is s the 




serve as Chair. If the panel incudes 2 staff members, the Academic 
Senate member sha 1 serve as Cha r. The Chair and the Title IX 
Compliance Coordinator shal , after consulting with the parties and 
panel members as necessary, establish a schedule for the hearing 
process which will comp y with th s Procedure, and notify all 
parties and panel members. 
(a) A pre-hearing conference or conferences may be scheduled for 
such purposes as narrowing and clarifying the factual issues 
to be resolved, establishing limits on the nature and type of 
evidence to be introduced, explaining and clarifying the pro-
cedures to be followed, resolving conf1 icts in scheduling of 
hearing dates, resolving issues over the production of records 
or accessibility of records, permitting parties to amend their 
pleadings, and for resolving any other issues relevant to con-
duct of the hearing. 
(b) Each party shall provide the other party or parties with copies 
of any documentary evidence which the party intends to intro-
duce at the hearing and a list of all witnesses the party 
intends to call at the hearing no later than the date specified 
in the hearing schedule, which shall be not less than 7 days 
prior to the hearing, except for good cause shown as determined 
by the Title IX Compliance Coordinator. 
(c) Access to University Records 
If records or documents within the possession of the admini-
stration are needed by either the Complainant or the Respondent 
in the preparation or presentation of his or her case, the Title 
IX Compliance Coordinator shall undertake to make the records 
available to the parties subject to the provisions of law and 
University pol icy. Any release of student records shall be in 
compliance with the Berkeley Campus Policy Governin Disclosure 
of Information from Student Records September 1, 1977 
6. The hearing panel shall conduct a hearing which shall begin not 
later than 45 days after selection of the hearing panel. In extra-
ordinary cases, the Title IX Compliance Coordinator may extend the 
time within which the hearing shall begin. The purpose of the 
hearing sha 1 be to resolve any issues of fact and to make recom-
mendations as to appropriate relief or other action. 
F. Hearing Procedures 
The hearing shall be conducted according to the following procedures: 
1. The Complainant shall have the right to: 
(a) be present throughout the hearing; 
(b) be represented or assisted throughout the hearing by a repre-
sentative of his or her choice; 


























(c) At the cone sion of the la nant's presentation the 
Respondent may request the hearing pane to grant a summary 
decison on the grounds that the Complainant has failed to 
offer evidence sufficient to support the allegations contained 
n the complaint. If the hearing panel unanimously agrees, 
the complaint may be dismissed on the merits without the need 
for presentat on of the Respondent's case. If the request is 
denied the Respondent shall then be permitted the opportunity 
to present his or her response. 
(d) After the presentation of evidence has been completed the 
Complainant and the Respondent shall each have the opportunity 
to make closing arguments summarizing the evidence and the 
applicability of relevant rules and policies, and to recom-
mend to the hearing panel an appropriate determination of the 
matter. 
(e) The hearing panel may require the parties to reduce the r 
arguments to writing either in advance of the hearing or at 
its conclusion to assist the hearing panel in reaching a 
decision, particularly where the issues are complicated or 
where the hearing panel is not satisfied that the oral argu-
ments have adequately covered the issues. In addition, 
either party may submit written arguments to the hearing 
officer immediately following the conclusion of the hearing. 
A copy of such briefs shall also be submitted simultaneously 
to the other party who shall be afforded an opportunity to 
respond in writing. 
6. Record: 
The hearing shall be tape recorded, or at the option of any party 
a stenographer may be provided at that party's expense. The 
parties shall have access to a copy of the tape recording and may 
copy or transcribe the tape recording at their own expense. In 
the event that the University prepares a transcription of the tape 
recording, a copy of the transcription shall be provided to any 
party who wishes one. All records pertaining to the hearing shall 
be kept by the Title IX Compliance Coordinator for a period of at 
least 3 years and shall be maintained in a confidential manner 
pursuant to relevant University and Berkeley campus policies. 
G. Findings and Recommendations of Hearing Panel 
At the conclusion of the hearing, the panel shall prepare a report set-
ting forth its findings of fact and its recommendations as to the relief, if 
any, which should be afforded to the student(s). If the panel is not unani-
mous, it shall submit both a majority and a minority report. The panel may 
also, but need not, make recommendations of actions that might be taken to 
minimize situations that may give rise to charges of sexual harassment, or 









VI I. RETALIATION PROHIBITED 
No Respondent or other person shall retaliate against or threaten to 
retaliate against any person who files a camp aint, or on whose behalf a 
complaint is filed, to vindicate rights protected by this Procedure. Nor 
shall any person operating under the jurisdiction of The Regents intimidate, 
threaten, coerce, or discriminate against, or attempt to do so, any person 
for the purpose of preventing that person from exercising any rights pro-
tected by this Procedure or from participating in any step of the complaint 
resolution process under this Procedure. 
VII I. CONFIDENTIALITY 
All procedures taken under this section and all reports filed shall be 
confidential. They may be made public only with the agreement of both the 
alleged student victim(s) and the person(s) alleged to have engaged in the 
sexual harassment. 
IX. AUTHORITY 
Authority to implement these procedures has been delegated by the 







mnn are never connec lso pe s neither would 
pursue a co~plai t alone but both would together. One woma 
is se beli when the man denies a sexual accusation; 
some s several women are. Women know s.) I reco~~end 
that a f edure ssing faculty, staff and 
s t relation be es s 11 ire 
active partie t1on of staff as well as representatives 
of groups that have been consulted so far. 
( 2) 
rather than 
to have examples be il stra 
(3) Cut "less extreme" from line three and "the nature 
of the" from line five. El "There will be cases 
rel1ef to a s is warranted but ins tution of a dis-
cipl ry proceeding against a member of the faculty or staff 
is not." As a matter of procedure, the question of who is 
empowered to initiate a disc inary proceeding and on what 
basis should be spelled out in the relevant disciplinary 
procedure and the interface between the sexual harassment 
procedure and any other. That is, as a statement of procedure, 
this is out of place. As a statement of pol , or 1nstitut 
temperament, suggests that some forms of sexual harassment, 
although they hurt students enough to require a remedy, are 
nevertheless not sufficiently serious to merit steps against 
the perpetrator. In simi ve , the last sentence of the 
paragraph qualifies rel provided by the phrase "to the 
extent possible." It is obv s that.the university will not 
prov rel beyond the poss Perhaps s reflects a 
sense of when facing the devastating consequences 
of sexual harassment. But, taken together, these words s nal 
that the effie 1 contemplates holding itself not 
only to do to the man but to doing 1 e for 
woman. at st open to the reading that 
the s document in which it purports to 
address backing off fron a real com-
mitment to whole and ending sexual 
harassment in cornmun1 vJomen are sensitive to the 
tr lizat our uries by institutional postures that 
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s diff 
11 Such relat 
students) of 
very well done - one of the best treatments 
I have seen. To line four, I would 
s also deprive the student (or 
(perceived or actual) ability ... " 
(5): Cut "of a particular sex" and add "on the basis 
of sex" after from pursu academic interests" in line two. 





A. Sexual Harassment: I wou cut all s and say 
simply that sexual ssment is sexual attention imposed 
upon those who are not in a position to refuse it. Write 
(a) through (d) ordinary language, as examples, including 
co-worker as well as supervisor-worker, student-student as 
well as teacher-student. Emphasize atmospheric contamination 
and ve~bal abuse as 1 as the proposed exchange. 
Under (d): It is unacceptable to leave the term "un-
reasonably." This suggests that there is such a thing as 
"reasonable" discouragement of student participation by sexual 
means. This word communicates to women that someone who is 
not in the1r situation will determine, not from their point of 
view, whether their response to the sexual harassment was called 
for. Homen will assume that by this standard their distress 
was excessive. Women are accustomed to having responses to 
sexual vio~ation devalidatect. Deciders of fact will perform a 
ca~ibration of severity anyway. (Note also that the EEOC 
Guidelines, after which these are patterned, does not have 
such a qualifier.) 
B. Cut "alleged" and substitute "perceived." Add faculty 
and staff descriptors. Cut "for purposes of this procedure" a~ 
obvious. 
Make C. "Parties" with (a) Compla~n.nt(s) - person(s) 
who complain(s); (b) Respondent- person?6r institutional unit(s) 
complained about; (c) Interested Person - so~eone hurt by the 
actions complained ahout but less directly than complainant(s). 
(Tne latter dilutes and adapts Susan French's creative use of 
"real party in interest.") 
"To compla or "comp~aint" also needs definition. Perhaps, 
''to complain is to inform sor1eone \vho can act for the uni ver si ty, 
including those listed as access points, of facts which amount to 
sexual ssment." 
E. esentative: Strike and substitute: "Your repre-
sentative is someone you choose to act for you. This person 
be, but does not have to be, a lawyer." It would he ideal 
of the university provided counsel for both parties. On the 
supposit1on that this will not happen, what is the role of the 
universi laHyer? I also suggest establishing a pool of 
interested law students to represent parties free. 
F. Days: revise to reflect changed "deadline" provisions. 
G. Prepo ranee of Evidence: Re\vr i te as follovJs: "Evidence 
is 'prePonderant' when, considered against op~osinq evidence, 
someone er1powered to decide facts believes that it is more con-
vincing and, therefore, more probably true than not." Did I miss 
something, or does this procedure ever specify when this standard 












1 is proof 
s,n' 
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Str and substitute: (l) 
Acces Po nts: s mi feel close enough 
to to confide , Afro Center, Women's Center, 
Student Advocate women 
counsel center, ists, coaches, 
counselors, heads, stewards 
Title IX coordinator, etc. Provide an 
training for designated persons. 
department, peer advisors 
Prevention Center 
or un representatives 
sive weekend of 
"Victims who want to try to resolve the 
e s are encouraged to get adv , counseling 
or ref • Advisors will talk over situation, tell you 
about procedures, resources and deadlines, and help prepare 
a statement you decide to pursue a complaint." 
Confidentiality and record-keeping are particularly difficult 
issues at the informal stage. I recommend keeping a record of 
every informal complaint that a victim authorizes centralized 
under the accused's name under absolute guarantee of confidence. 
Meaning, without telling the accused. It may feel sinister to 
keep doss s on individuals without telling them. Women's 
conditions of powerlessness seem to require it. Alternatives 
allow harassers to away with multiple victimization as women 
one at a time are disbelieved or isolated. Risks of this increase 
with the man's power. (There are preliminary indications that 
the frequency and severity of sexual harassment intensifies with 
the power of the man in hierarchical terms.) Requiring notice 
to the man when a record is made risks retaliation. Even if the 
complainant's name is not mentioned, he may guess, or may retal 
against many women, or wrong one. (You don't know how many 
women fit the inant's facts; he does.) The repurcussions 
can not be contained, remedied, or even known, as a practical 
matter. Even such provisions, women may be uncertain that 
they are safe to disclose atrocities against them. l'Jork to make 
that less rational. 
So, add: (3) Informal Records: Nith the victim's 
permiss , a record of these discussions will be kept. (4) 
Confidential No records or representabons of the victim's 
report shall he released without express permission." 
As to studeit records, the University's "Policy Governing 
Disclosure of Information Pertaining to Students and Access to 
Student Records" might be amended to cover sexual harassment 
cor'lolaints explicitly (e.g., at III (1) (a).) Its concerns to 
restrict access at IV (2) and (3) cover these implicitly. As 
to other grou~s covered by this grievance procedure, California 
Public Records Act, as amended, provides exemptions that insure 
it should not lict with these recommendations. (Section 


















Change C to SumJnary Review. Rewrite: "If the complaint 
is formally comolete, and the complainant(s) direct(s) the 
university to proceed, the twhomever] shall immediately ret'er 
the complaint to [officials) for summary review, with copies 
to respondent(s) ." 
Comment: sbelief women's accusations of sexual misconduct 
is so systemic that no sexual harassment complaint should be 
dismissed without opportunity for some kind of hearing. Other 
problems of proceeding summarily include potential for bias. 
For instance, it is fine that the investigation not be con-
fined to matters submitted, but what if it includes pursuit 
of a woman's 'reputation for unchastity?' (What if the perpetrator 
was encouraged by the same reputation, regardless of its truth, 
to target this woman for pressure? hat means that, as usual, 
the procedure reproduces the conditions of the violation. Also, 
women who willingly have multiple sex partners can also be 
sexually harassed.) So I am led to suggest that summary review 
should have only two possible conclusions: yes, or full review. 
Meaning the complaint is found substantiated (subject to the 
perpetrator's full appeal) or it needs complete review. The 
university should be aware that findings of "no claim" at a 
preliminary stage may subject women to retaliation suits, or 
add to their possibility. If the recommendation that only these 
two options be avallable at this point is not accepted, I suggest 
that no complaint dismissed without full written explanation, 
and rights of appeal as at (3), and keeping the file. 
PAGF: 8 
To (a) add: "but will be kept by [the central office]." 
At (b), cut "appropriate remedialuas redundant. Under (1) a 
problem of circularity arises. Whoever does the factual review 
can not determine whether a grade change is an appropriate 
without doing an independent evaluation of the work • 
That is, an instructor could have offered an A for sex and 
given the student a B when the work was B work. That does not 
mean there is no jury, but the determination as to whether 
"the appropriate remedy is a grade change" turns on whether 
the grade given vlas an act of sexual harassment, which in turn 
requires an independent determination of the appropriateness 
of the grade that was given. So the finder of fact must usurp 
the function given the "Committee on Courses of Instruction" 
here or they will never be called in to make a determination. 
This circularity can be avoided by requesting a consultation 
anonymously from an appropriate member of the relevant department, 
in consultation wi the victim, the Chair of the department, 
and the dean, as to whether the grade appears suspicious or 
arbitrary. 
Add (c): something on discipline. Discipline of perpetrator 
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sual relations 
or engaged in 
Strike the rest, 





hearers even if e t out 
it al her past sexual 
in and not his, -etc.) 
(Note also that as written 
behav " could be privately let 
(b) Rewrite " complainant presents evidence fir-st; 
then the resro ent responds. The hearers ~ay allow rebuftals, 
lncluding addi nal witnesses or evidence. The hearers may 
also examine witnesses and ask the parties to produce evidence." 
PAGE 12 
(c) This, if anywhere, is where the prima facie case 
standard goes. However, I would cut (c) in entirety. Re-
spondent should have to defend himself. The victim will have 
at st her word to present as evidence. The hearers should 
not di lieve thout even hearing from him. (This is 
not a crininal proceeding.) As to (d), state: "Closing 
arguments llow." 
(e) rewrite: "The hearers may ask for written argument 
at any point. Parties ~ay submit writings confined to the 
issues and ev presented after the hearings; each may 
respond once to the other's wr ings." 
6. Record: cut "who wishes one." Three years is too 
short. 
G. Rewrite: "The hearers shall prepare a report finding 
facts a preponderance of the evidence?) and recommending 
relief and action, including discipline." Next 
sentence is OK. Then: 11 The panel may also recorn.rnend actions 
to min ze sexual harassment or to improve the process for 
handling charges." 
PAGE 13 
reasons for which reconsi~eration may be requested are 
well stated • 
VI. spes After Formal Hearing: Add: The form 
of the case, and relief and disc line recommended, may at 
po be altered to conform with proofs. 11 
As to VI (2) (a), it appears that, as to remedy, the 
ts as are not reopened upon referral to remedial 
bodies, but as to disc ine they can. For all but members 
of the Academic Senate (unions may make employee groups another 
exception) this appears noncontractual. That is, the ways 
that ts are found upon which discipline of all other members 
the communi is oredicated is either not covered or is 












the record as 
including the 







to the totality of circumstances, 
the sexual advances and the context 
idents occurred. 
2. 
c. Pre-grievance Complaint Resolution Procedure 
Use of this pre-grievance procedure voluntary and shall 
not be required before filing a grievance. Nor shall any 
person be prejudiced in pursuing a grievance as a result 
of having chosen to lize this pre-grievance procedure. 
Students and employees may initiate s procedure by con-
tacting Acting Berkeley Campus Title IX Coordinator, Lola H. 
Harris, 200 California Hall, 642-1991. Complaints should be 
brought to the Coordinator s attention as soon as an individual 
determines that she or he has been the victim of sexual harass-
ment. Existing grievance procedures state time limits for 
filing. However, these time may be extended by the 
Title IX Coordinator the complainant initiates a pre-
grievance review under this policy within the time limits 
applicable under the appropriate grievance procedure. In 
these instances, the time limits for filing a grievance shall 
begin as of the date the Title IX Coordinator informs the 
complainant that attempts of informal resolution under this 
procedure have been completed. w~ere a complainant has not 
initiated this pre-grievance procedure within the time limits 
of the applicable grievance procedure, the Title IX Coordina-
tor may, where warranted by the circumstances, recommend to 
the Chancellor an extension of the filing deadline. 
The Title IX Coordinator's (or Coordinator's designee's) 
functions shall include 1 informing complainant of per-
tinent University policies and , the existence of 
sional counsel services, and the various options 
availab to the complainant; 2) ly investigating the 
complaint; 3) aiding preventing any sible retaliatory 
actions against the complainant; 4) attempting informal reso-
lution of t, where appropriate; 5) recommending 
appropriate sanctions consistent with Univer-
sity policies conduct, corrective action and 
discipline; 6) advising the camp as to further action 
she or he might take. In attempting to effect informal 
resolution of , every ef shall be made, in 
accordance policy law, to protect the 
privacy of as well as the accused. The Title 
IX Coordinator the complainant of appli-





Office of e Stude Advocate 
Associa:td Students. Univers1ty of California • 318 Eshleman Hall • Berkeley. CA 94 720 • 415/642-6912 
, "' ·~ :: .-~: r .. h.-.:.x a~e 
- · .. : ~.~ r.:: :2 Ro~ 
. ~~ ;./' E li-mJen 
Critique of Heyr::an 's Proposed Interim 
Ce:.r:.?US Policy on Sc:;.:ual H2rass7n2nt 
Sept. ]5, 1982 
This policy proposal fails to acknowledge the complexity of the problem 
of sexual harassr.ent. Safegusrds to assure the confidentiality of the victim and the 
accused and to protect the victim from retaliation have not been included at any 
stage of the procedure. Furth~L~ore, there is no~here in this policy a statement 
;.:hich acknOi.;l~::dges tr.at se:-:uiil L;,ra~.s; e:nt is a specific form of sex discrimination 
and that the victims are o\·erd,elmingly \W;;;en and the p~::rpetrators oven:helmingly 
::-.en. (Refer to 1-:acKinnon Co:rG::E:nts, page 1 , point(l)) .The gender neutral legalese 
t:E·oughout the procedure is dishonest. 
Under B.3 of Definition of Sexual Harassment--as HacKinnon explained at length 
(:·:acKinnon Critique pg. 4 III A. a reference to Heyman point (d)) there is no such 
thing as reasonable interference with a woman's perfornance stemming from sexual 
harassr'~ent. The word "unreasonable" must be omitted. 
r~der Definition, the first paragraph on pg. 2 is too vague. We understand this 
to :-.c·;,n t1nt prof.::ssors <1nd students still have a r) [;ht to carry on relationsh 
upon co:-: sent of both parties, and that this sta tc~.::nt serves as a reassurance to 
protect such people. It sounds confusing and see~s to put vague conditions on the 
definition of sexual harassGent. A better ~ay to allow for such student/faculty 
relaUo;;ships and at the sa;;;e ti~e ac}.no\dedee the co1;-:plexity and inherent dangers 
of cuch situations is to include the state;:;ent in Feb. 1982 Heyman proposal, pg. 1 
i'"rauc.ph 4) .... ·ith the inclusion of l·~ad}'nnon's com:;,ent on pg. 2, point (4) of her 
critique. 
For both the Pre-Grievance Co~plaint Resolution procedure and the various for;:;al 
grievance procedures, an inclusion must be ~ade to refer victims of seh~al harassment 
to access and referral points ~hich they might feel comfortable with (i.e. Student 
~~vocate's Office, ~OASH, ste~ards and Union Representatives, etc. ). (See 
MacKinnon's page 6, first paragraph). 
l~ }~cYSnnon e'~lained on her pg. 3, point II, the most severe cases of se>~al 
Ld"ass=ent go unreported or are not reported until a great length of time has 
r<:ssed • To state that "co;:;:;plaints should be brought to the coordinator's attention 
as soon as an individual determines that she or he has been the victim of se)~al 
h?rass=en~' is intimidating and discouraging to wo=en who later feel more comfortable 
to report past cases of harassment (i.e. after the course series is over, after she 




Under Title IX coordinator's funct 
power the Title IX coord has in 
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Also under Title IX·coordinator's 
MacKinnon the function and 
critique, pg. 6, para 3 rrnd 
Submitted 
Office of the Student 
CO:-';SUltat 
;:;c::nized Sexual Earas 
fu~; nr;. 
r.er 
stated how much 
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Catharine A. MacKinnon 
University of nnesota Law School 
229 - 19th Avenue South 
Minneapolis, Minnesota 55455 
Teaching 
1983 (winter term} 
1982 to present 
1981 - 1982 
Spring, 1982 
1981 (winter term) 
1979 - 1980 
(spring term) 
1977 - 1980 
9/76 - 1/77 
(612) 373-4990 
Visiting Professor of Law 
Harvard Law School 
Associate Professor of Law 
University of Minnesota Law School 
(sex discriminationi Constitutional law) 
Assistant Professor of Law (Visiting) 
Stanford Law School (sex discrimination; 
sexuality and legality; administrative 
law) 
Guest Professor 
Associated Students of Stanford 
University (Feminism and/or Socialism; 
Feminism as Method & Critique) 
Research Associate, Center for Research 
on Women 
Assistant Professor of Law (Visiting) 
Harvard Law School (sex discrimination) 
Lecturer in Law 
Yale Law School (sex discrimination) 
Yale College, Morse College Seminar 
Program, "Feminism and/or Socialism" 
(a course in political theory) 
Lecturer 
Yale College, Department of Political 
Science and Women's Studies. I designed 
and taught the basic course in Women's 
Studies "Feminism and Humanism: 
An Introduction to Women's Studies" 
Assistant Instructor 
Yale College, Davenport College 







Other Work Experience (Contd.) 
3/70 - 2/72 
6/69 - 7/69 
6/67 - 9/67 






Researcher, consultant, design and 
execution of project on student 
activism, with Kenneth Keniston, 
Department of Psychology, Yale University; 
funded by Kettering Foundation (Ohio) 
Research and writing project on 
Councils of Governments, with Vincent 
Marando, University of Georgia, 
Athens, Georgia 
Research Director, campaign research 
for legislative candidate in Virginia 
Congressional Intern, research and 
policy analysis for Congressman 
Clark MacGregor 
J.D., Yale Law School 
Teaching Interests: Sex Discrimination; 
Constitutional Law; Jurisprudence; 
Criminal Law; Evidence; Administrative 
Law; Clinical Teaching 
M.Phil., Yale University Graduate 
School, Department of Political 
Science (Ph.D. anticipated, June, 
1983) 
Field: Political Theory; Dissertation: 
"Feminism, Marxism, Method and the 
State" (in progress) Robert A. Dahl, 
advisor) 
Teaching Interests: feminism, Marxism, 
Constitutional law, jurisprudence 
Awards: Fellow, National Science 
Foundation, 1970-1972; University 
Scholar, Yale University, 1972-1973; 
Prize Teaching Fellowship, 1973-74 
(awarded but did not accept, due 
to attendance at Yale Law School) 
B.A., magna cum laude, with Distinction 
in Government, Smith College, Northampton, 
Massachusetts 
Major: Government (Honors) 
Honors: Dean's list, 1965-1969; 
First Group Scholar, 1967-1968; 
graduated in top 2% of class of 
625. 
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ELIHU M. HARRIS 
CHAIRMAN 
November 23, 1982 
MEMBERS 
RICHARD ALATORRE 
GERALD N. FELANDO 
RICHARD E. FLOYD 
PATRICK J. NOLAN 
SALLY TANNER 
TO: Members of Assembly Judiciary Committee and Assembly 
Select Con~ittee On Fair Employment Practices 
FRGr.1: Leo Youngblood 
SUBJECT: Hearing on "Legal Issues in Affirmative Action--
the University of California, California State Univer-
sitv and Colleges, and Community College Systems." 
On November 30, 1982, the Assembly Judiciary Conmittee and the 
Assembly Select Committee on Fair Employment Practices will hold 
a joint interim hearing on "Legal Issues in Affirmative Action--
the University of California, California State University and 
Colleges, and Community College Systems." The hearing is sched-
uled to begin at 9:30 a.m. at the University of California, 
Berke Alumni House, California Alumni Association, Dana Street 
at Bancroft Avenue, Berkeley. 
The purpose of this memorandum is to provide background informa-
tion for the hearing. In addition, related materials for review 
have been enclosed in the hearing booklet. 
APPLICABILITY OF FEDERAL AND STATE 
LAWS TO POST-SECONDARY INSTITUTIONS 
Public higher education institutions are covered by the 1964 
Civil Rights Act as components of state government. [42 USC 
Section 2000e 1(2) .] In many cases, these institutions also 
receive federal funds as contractors and are required to comply 







The provisions of this statute 
the system to develop affirmative action programs which 
"require imaginative, energetic, and sustained action by each 
employer to devise recruiting, training, and career advancement 
opportunities which will result in an equitable representation of 
women and minorities in relation to all employees of such 
employer." [Section 87101] 
AFFIRMATIVE ACTION POLICIES 
OF THE 
POST-SECONDARY EDUCATION SYSTEMS 
Formal written policies were first issued by the three post-
secondary systems in the early 1970's. These policies reflected 
a desire to afford equal employment opportunity to all prospec-
employees. The policies were premised on a belief that the 
creation of color blind or gender-neutral systems would be 
sufficient in overcoming years of sex and racial discrimination 
employment practices. 
During the mid-1970's, the policies of the three systems 
shifted toward active affirmation action. The policies document 
states that race and sex-conscious criteria were to be 
established to attempt to increase the numbers of women and 
minorities in the institution's work force. This development was 
apparently the result of federal and state requirements. The 
affirmative action policies of each system are attached. 
The University of California's stated policy is to use 
"(p)os tive efforts to further written affirmative action 
personnel programs" and towards "prescribing corrective measures" 
where substantial disparity or underutilization is identified. 
However, Section V, Application of Personnel Policies, states the 
following: 
No applicant may be denied employment, nor sh~ll 
any applicant be selected for employment in pref-
erence to a more qualified candidate, on the basis 
of ethnic background or sex ...... In selecting from 
among candidates who are substantially equally well 
qualified for a particular position, the appointing 
authority shall be mindful of both affirmative action 
goals to correct any underutilization or substantial 
disparity of minorities or women and of the staff per-
sonnel policy of encouraging promotion of University 
employees. (Emphasis ours.) 
-661-
4 
Promotion cr ia contain a s lar s It appears 
from the established that no race or sex-conscious 
factors may be considered, except where c s are "substan-
tially equal." In fact, the Univers of Californ system 
utilizes a voluntary approach to affirmative action, even where 
data indicates a disparate impact on members of protected groups. 
The California State University and College system's policy 
reflects a similar approach, with final decision-making in 
the individual campus President. The Sy 1 for 
Non-Discrimination and Affirmative Action Programs in Employment 
published in 1981 states the following regarding selection: 
The President or his/her designee .... shall extend 
an offer of employment to the candidate who is 
judged best qualified on the basis of a fair and 
equitable assessment of and the needs of the 
institution. Nothing these gu lines shall be 
construed to 1 t the President's tore-
ject any and all candidates 
decision is not based on a 
The pre-recruitment and recruitment process is designed to 
attract qualified minorities and women. Both the recruitment and 
selection process and criteria use voluntary s to 
increase the number of minorities and women, especially in job 
categories where underutilization of a group is 
indicated. In many cases, voluntary methods of overcoming past 
discriminatory conduct or current under- sentation is clearly 
insufficient. This insuff iency is s s 1 
data on the three systems' work forces analyzed in the 
next section. 
Judicial authority has upheld the use of measures which take 
race, sex, national or and similar factors into considera-
tion. Such measures can have the effect of providing prefer-
ential treatment to protected groups order to overcome past 
conditions of scrimination. Several forms of evidence have 
been accepted by the courts ju the pre-
dominant one being employment stat s showing , rae 1 
and sexual imbalance. While not cone , numerical evidence 
showing marked under-representation ses a 
prima facie presumption of discr 
Rawlinson, 33 U.S. 321(1977)]. Once 
found, the U.S. Supreme Court upheld impos ion 
and targets and also sanctioned the use of percentages 
of protected groups to be hired. 
v . Weber , 4 4 3 U . S . 19 3 (19 7 9 ) ; 
California v. Bakke, 438 U.S. 
448 u.s. 448 (1980)]. Californ 
affirmative action practices, inc 






s or women is found. [Price v. 
3d 257 ( 980) ; DeRonde v. 
~~~~~~~~~~~~~~~~~C~a~l~i~~~' 28 Cal 3d 875 (1981)). 
measures are not being used by the 
FORCE ANALYSIS 
1 full-time employees in the nine 
shows that of 57,301 employees, women 
the workforce and all ethnic minorities made 
up 28.1%. The breakdown of ethnic minorities is: 
rece 
Blacks 10.6% (6.8% women) 
span s 7.7% (4.5% women) 
As Pacif Is. 9.0% (5.3% women) 
Ac'n. I 
Alaskan Nat s 0.6% 0.4% women) 
./Managerial positions, 
or 235 of all those positions. 




members, 19. 9% are \vomen and 12. 1% are 
st category of minority faculty 
/Pacif Islanders with 7.2%. All other ethnic 
account for only 4.8% of the faculty. 
9 1 the Univer of California System hired a total of 
persons. Two hundred eighty-one of the new hires were 
hispanics constituted 230 of the new hires, Asian/Pacific 
were 3 17 an Native/Alaskan Natives were 
represented 1,971 of the new hires. However, 1,477 
we white women. 
the Executive/Admin./Mana-
of whom were women. No other minority 
s job category with the exception 
female. Twenty-three black faculty 
c, 82 Asian/Pacific Islanders and 1 
the Profess 1 non-facu ranks, 36 blacks were hired, 
, 76 As /Pacific Islanders, and 2 Native American 
Four hundred e were white females. 
craft posi only two white females were hired. 
es were hired of the total number of 52. 
-663-
6 
An analysis of the tota 
system reveals that 39. % are 
9.5% of the total work force are 












Ethnic minor s only comprise 
total 1,290 Executive/Admin. 
females only 35 pos 
Of the 11,709 
12% are minorit s, 
continue to be the 
representation. 
largest numbers in 
2,417 employees in 
Minority females are 
secretarial/c cal 
California Co~~un 
Of the 35,983 
California 
employees (or 22.6% 
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93 Stat. 1284. 
the 
after 
H!•tory. For legislative 
and purpose of Pub.L. 00-170; see 
U.S.Code Cong. and Adm.News, p. 
section of 
section 1343 Title 28, 
i 2, cl. 1 and Amend. 14, 
Procedure 
Procedure. 
whether cognizable ae 
RigbU 114, 115, 119, 124. 
to 1852.15. 
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use of funds 
Sec. 
CODE 
chargcs brought against 
individual regents other than 
uni'l'arsity unless such officer or employee requests a public 
may be excluded from any such public or " " $ closed 
c. 1284, p. -, § 3.) 
FU!\DS FOR PRIVATE {NE\1'] 
9'2150. Discriminatory membership practices; use of state funds. 
§ 
Sec. 
5 teas added by Stat8.1918, c. p. 3354, § fJ. 
~'""'"''wc.c of the University 
any participation 
university, or any 
whose membelt'!lip 
10. 
CHAPTER 3. SPECIAL COLLEGES 
ARTICLE 1. HASTI;'o;GS COLLEGE OF LAW-
92215. to issue; Jaw governing fNewJ. 
§ 92204. quorum; compensation; memben; tfrm 
power to lncur Indebtedness, shall 
Sl:!: dlreetors constitute a quorum 
serve without compensation. 
155, p. -, .1 













This is in with Education Code Section 
7) which directs the Commission to 
on the classification of ethnic 
minorities the three segments of California 
pos Also is data new 
res, women and minorities in the 
l c Commission on a biennial basis, us 
the data collected from federal Education Staff 
Information survey. is the second in the series 
and covers in first 
entitled 
and 
is available from the Commission 
l discussion is placed 
staff. 
is or sections: the of 
lifornia, the S Univers the California 
Observations and Conclusions. Within each 
Colleges; 
or section, data 






























the ranges pas the ,000 and 
the federal survey s Each has 
data, with the result that this year we are 
for women minorities that 
, all the way to 000 and above." 
In the 1981 
79 data for 
there were some 44 tables, 
9- and ll-month contract 
the 1977 and 
and staff. 
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This sec~ion of the report examines the classification and 
oc activity of both full- and 
University's nineteen-campus system. Several 
in this section: 
staff of the State 
re answered 
e what is the representation of women and ~inorities 
University's work force in 1981? 
the State 
• How well are women and minorities the three 
occupationa categories and how that tion 
over the 
• What are the differences , and between men 
and women within 
the three 
the representation ty 
adxninis t.ra t. taff compare to 
State Univers ty' te 
6-
1981 the State had 26,464 full-time employees (a 
decrease of 731 people since 1977, although a slight increase above 
the 26,250 who were in 1979). Over 60% of the full-time 
staff were men, as the case in 1977 and 1979. Men dominated all 
employment classifications but two (Secretarial/Clerical, and 
Technical/Paraprofessional), and were most dominant in the 
Executive/ Administrat:.ive/Managerial, Faculty, and Skilled Crafts 
classifications. There were significant differences by race, 
however. wnile the greatest percentages of white, Asian, and 
American Indian men were in the classification, the largest 
percentages of Black and Hispanic men were in the 
Service/Maintenance categorf. 
Women of all ethnic groups at the State University were most likely 
to be found in the Secretarial/Clerical classification. (See Table 4 
for precise numbers and percentages of women and minorities in the 
seven occupational categories at the State University in 1981.) 
18 illustrates the in percentages of men and women of 
ea etlli<ic group in the l-time Executive/Adrninistrative/~anager-
classification at the State University over the four-year period 
197 to 1981. The totd1 number of staff in this category ·,.;as 
virtually unchanged from 1979 to 1981. (The large increase from 1977 
to l979 was due to a shift by the State Univers of some 900 
persons from the Professional/~on-Faculty and Faculty categories 
-33-
-757-
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FIGURE 18 
FULL·-TIME EXECUT IVE/MAN/\GERI /\L Et-1PL OYEES BY r::ENDER AND F::TIINJ C 1·1 Y 
1\S 1\ PERCENT OF TOT/\L FULL-TIME F::XECUTIVE/M/\N/\GERI/\L ST/\FF. 
CALIFORNIA STATE UNIVERSITY FALL 1977_, 1979,. /\ND 19BI 
94.1 
68.3 
[] 1977 (N "" 341) 
..--. 
1979 <N ,... I~ 292) 
1981 <N ... I, 290) 
199 80 60 














































into the Administrative category in the reasons for 
shift are discussed in the Commission's report. Com-
::-:.sons ~etween the 1979 and 1981 da 
Professional/~on-Faculty are therefore more accurate than 
between 1977 and 1981.) wnile the ti ve c.a te gory 
at the State Univers was still (86.1 and 
male (79. in 1981, it was less so than fact, women 
increased their in this l • J.. 
points between 1979 and 1981. There were fferences ethnic 
group, however. wnite, Black, and women increased their 
proportions of the staff from 19 to 1981; 
Asian women decreased their and Ameri Indian women 
he:d stable over the two-year period. wnile whi males decreased 
their of administrative staff from 1979 , Black and 
men increased their and Asian American 
Indian rnen remained stable over the two-year period. Overall, Blacks 
were the best represented Uuivers s 
staff in their 
decreased from second best 
group, and were the group to increase their 
staff over r from 
to l. I:1 every ethnic group, men rab grea::er 
tions in Executive/ gory ¥ 
-34-
-7 0-
(As there in classification who were part 
time, no sex and ethnic composition of part-time 
staff was done.) 
19 shows the in of women and minorities 
as members of the full-time classification at the State 
over the The full-time Faculty 
category decreased from 1977 to 1979. wnile this 
classification was also white and male (78.2%) 
in 1981, it was less so than it was in 1977. wnite Asian, and 
American Indian women increased their of the full-tlme 
classification over the four-year Black women 
declined and women held the same proportion in 1981 
as in 1977. White and Black men both decreased their percentages of 
the category over the four years; Asian men increased their 
and and American Indian men held the same 
of in 1981 as they held in 1977. 
Overall, Asians minority on the State Uni-
's full-time , as they were in 1977. 
I the next best minority group over the 
stable 3. In every ethnic group, men held 
fa greater share o pes tions than dld women. 
gure 20 illustrates the percentages of women and minorities in the 
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PART TIME FACULTY BY GENDER AND FHINJCJlY 
AS A PERCENT OF TOTAL PART-TIME rACULlY. 
LIFORNIA STATE UNIVEF~SITY FALL 1977 _. 1 979., AND I ~H31 
E""T t!NI C GF<OI Jl> 
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year In , there were 6, time 
to 11 709 in an 
increase of since 1977. 
category (62.4%), although women were cons better 
represented here than on the full-time Facul 
, women increased their 
.4 points. White, 
proportions. Black and 
, with 































from 1977 to 
rities on the 
over the 
439 people 
ori::y of this 
FIGURE 21 
r·ULL --Tit1E Pf~OFESSION/\L NON-FACULTY CMPLOYEES l3Y GENDEf~ AND f I I H'JJ 1:1-1 Y 
AS A PERCENT OF TOTAL FULL--TIME Pf~OFESSIONAL NON--F-ACUL -, Y :~-1 Ar ,- _ 
CALIFORNIA STATE UNIVEf~SITY FALL 1977_. 1919_, AND IS~~q 
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c ification in at 53. and it white 
Women of ethnic groups increased of the 
full-time Profess from 1977 to white 
women showed a decrease from 1979. wnite, Asian, and American Indian 
men decreased their of this classification over the 
Black and inc their 
proportions. Overal Blacks '..;rere rity 
among full-time Profess 
were in 1977. 
Figure 22 the part-time Profess 
classification at the State in the 
representation of women and minorities over period. 
group lost over between 
had less than one-quarter of people 
the :ull- Profess 1981. :len and 
shares 1981 .l 




Black men rtions of 
siona c' 
Ame:::ican Indian rnen r: 
rnen women bot~ showed cons declines over the 
FIGURE ?2 
ONAL NON~FACULTY EMPLOYEES BY GL l< AND Fl t INJCTT Y 
FACUL l Y s·l All-
1979., AND 1~-)Bl 
T OF TOTAL PART-TIME PRO 






























classification at the State Univers 
had been the best represented 
In order to answer the 
section as to how the sex and 
University's administration and 
and student bodies, 
State Univers s student ethni 
In order to com!)arative 
on the federal EE0-6 form 
deleted the "non-resident aliens "a the 
ca from the student totals. 
ethnic composition of the full-time 
geriai staff as the S 













OTHEI< FULL--TIME FI\CUL TY BY GENDER AND ETHNJCil Y 
AS A PERCENT OF TOTAL FULL-TIME OTHER FACULTY. 
CALIFORNIA STATE UNIVERSITY FALL 1977~ 1979, AND 1981 
MEN WOMEN ET HN.H: c;I<OUr) lCrTALS 
ae.e ~·~·;&~~~~~~~~~~~~~~~iiii~~~iiP 61. 63.1 
.2 2 
61. 34.4 
53.1 I .5 
1977 CN"' 1,370) 
I CN "" ! ~ II 0) 
1 I CN .,. l 291) 














































differences ethnic group, 
men, like white men, held 
staff the State 
in the and 
bodies. As was the case with Asian women, 
small share of administrative 
their percentages in the undergraduate and 
te student bodies. American Indian men and women both held 







than their percentages in either the graduate or 
te student bodies. 
the of the sex and ethnic composition of 
full-time in 1981 with that of the 
student bodies. The picture for women 
is almost the same as for administrative staff (20.7%). 
fferences ethnic group, however. While white women 
more than half the percentage of faculty positions as 
their percentage of the undergraduate student body in 
less chan half the percentage constituted 
, the of faculty positions 
~ther ethnic groups were far below their per-
centages of either the graduate or undergraduate student bodies. 
Men, on the othe hand, held a much r proportion of faculty 
tions a tate University (78.2%) than they held in either 
-39-
-771-
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wbite men held more 
than their 
student bodies; 
positions than their 
Black, and 
held a smaller proportion of faculty 
ions than their percentages in either the graduate or 
s bodies. 
section the report examines the salary ranges of the full-
State staff in the top three occupational categories 
in this sect include data obtained from the 
the federal EE0-6 form, which 
that of the $30,000 and 
range in federal form. The lays in this 
of white males and females, and 
of six ranges, from "less 
The tables in the 
show the numbers of men and women in each 
ries were in each salary range from 




to whi males in the 
what percentages of women and 
1981 at the State Univers 
the ranges re 
women and minorities What is 
ies in the 
red to whi males? 
categories, 
ties made less than $30,000 in 
, as 








"' of white and 
ranges. 



















B ION 11 MONTH IVE/MA AL Et1PLOYf 
S/\LAF<Y RANGE BY GENDEI< AND ET 
CALIFORNIA STATE UNIVERSITY 
CITY. 
1981 
L~J TOTAL CN l '?06) 
Ill J \.J!UTE MALES CN "" 81HD 
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the top range of $50,000 and above. men fared better than 
ranges, and 4. who received salaries of $50,000 or more in 1981. 
Over half of all white males in the State Univers administrative 
staff rnade salaries of over $40,000, with 10. in the top 
range of ,000 and above in 1981. 
Figure 26 shows the distribution sex of the 9-month 
contract at the State ranges. 
vast ority of at the on the 
9-month contract basis and are shown in this were 351 
-month contract who are not l the 9-month 
' 42. made less than ,000 ove 
of both white and 
made less than $30 000, and almost half were 
in this range in 198l. In 
of white rnale (47. range in 
1981. one State 
" . un:J.vers rna de above 
27 illustrates the distribution o the 
State Univers 
ranges. 
are id on an 
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included.) The all the Profess 
staff made less than ,000 in 1981, the men were 
not 
males held the 
,000, and 
concentrated in this range as were the women. White 
of all the ranges above 
men held proportions of these ranges 
than either white or minority women. 
Tenure Status and Rank 
This section of the report examines the representation of women and 
ethnic minorities among the ranks of tenured, on-track for tenure, 
and "other" (not for tenure) full-time faculty at the State 
Univers It answers several questions: 
li) What is the of women and minorities in the tenured 
in the on-track for tenure and in the other 
How has this over the r 
In which category are women and minorities best 
tne di reuces in representa Lon tn ch f the 
faculty categories among the different.ethnic groups, and between 
men and women in each ethnic 
-43-
-779-
the full-time faculty at the State Uni~,;rersltY in 1981, 77. were 
tenured. 28 the percentages men women of each 
ethnic group in the tenured at the S te Univers ty for 1977, 
1979, and 1981. The tenured was still predominantly white 
and male in 1981, although less male than in 1977. women held only 
18. of the tenured positions, this is an increase 
o 1.2 percentage over the ',4hi te women 
increased their proportion of tenured positions six-
tenths of a percentage point; Black, c, and women 
increased theirs . 2 and ~ 3 percentage po1.nts-. >Jhile Axnerican 
Indian women increased by .06 percentage ove-:: the 
wnile white males decreased their rese~tation on the 
tenured faculty by 2.1 percentage points bet·,.,een 77 and 1981, 
virtually all minority group men increased their of the 
tenured faculty; American Indian men held stable at .3%. 
Hi men made the largest gain from 77 to increas by 
. 4 ?ercentage point. Overall, Asians '"ere the best 
group in the tenured at the State 
,, . un:t.vers in 1981 
as were in 1977, followed 
proportions. every ethnic group men held cons greater 
percentages of the tenured positions than did women. 
?igu:re 29 cts the in percentages of rninorit:.es 
the State University's tenure-track from 
ll. of the full-time State University faculty were on- rack 
t 
FIGURE 28 
TENURED FULL TIME FACULTY BY GENDER AND ETtlNICilY 
AS A PERCENT OF TOTAL FULL-TIME TENURED FACULTY. 
CALIFORNIA STATE UNIVERSITY FALL 19T// 1979_, ;\ND lOBI 
MEN I WOMEN [TilNIC CROlJI> To·r /\LS 
82.8 17.2 (100") 82.3 "--- 17.7 TOTAL (I<'IHX) 
B! .6 - 18.4 (lOA:<) 
75.1 15.7 (90.8%) 
74.1 15.8 !.IlliTE C8P" 9,0 
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for tenure in was an overall of 275 persons in 
this over the In 1981, the State 
Univers white and 
male, Women held 30.6% of 
the tenure track positions at the State University in 1981, an 
II 
increase of .8 percentage over the four-year period. wnite 
women increased their 2.6 percentage from 1977 
to 1981 American Indian women also increased, .l percentage 
point. Black, and Asian women all decreased their 
percentages of the tenure-track over the four-year 
wnite males decreased their of this category l. 9 per-
centage from 1977 to 1981; Black men also declined, from 3.5% 
to 2. of the tenure-track category. Asian males showed a 
considerable increase in tenure-track positions, increasing by 2.3 
over the period, while Hispanic men 
increased American Indian men held the same percentage of 
tenure-track in 1981 as in 1977. Overall, Asians were the 
best group in the on-track for tenure category 
Blacks had been the best represented 
the tenured , men in every 
greater p of the tenure-
track positions than did women. 
30 illustrates the in the representation of women and 
minorities in the State University's "Other Faculty" category from 
-45-
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to 1979. The other includes on short-term 
contracts and lecturers; no one in is 
for tenure. This group of constituted of time 
at the State University in Women held 36. of the 
increase 
since 1977 and double their percentage 's 
tenured The of this 3.3 
percentage increase in the women over 
the Black, Asian, al 
increased their of the rv· . , 
women decreased theirs .7 percentage 77 to 1981. 
White, Black, .~erican Indian and decreased their 
percentages of the other faculty category, men 
the t decline (from 5. to 2. Asian increased their 
of the other pos 
over the Overall, represented 
group in this in 1979; in 
19 7' had been the ty group in the 
other 
across the three , 29, and 
clear t women, a group, 
a greater , other 
group in tenure 
, on 
-7 4-
greater percentages on-track for tenure positions than of 
either other or tenured 
New Hires, Promotions, and 
As discussed in the of this report, one of the ways 
of the success of affirmative action programs is to compare 
the percentages of new hires, 
and minorities with their 
, and separations for women 
in each category in 1977, 
1979, and 1981, and then determine the net changes in their 
in the top three categories over the 
due to the State university's 
reclassification and movement of some 900 persons primarily from the 
Profess category into the Executive/Administra-





tego t ffected 
for that period. Thus, 
of new hires, promotions, and 
classifications can only be 
from 1979 to 1981. As the Faculty 
these data lems, comparisons can be 
this classification for the entire r period. 
This section of the report answers a series of questions about the 
, promot=.on, and 
three occupational 
of women and minorities in the top 
at the State University: 
-47-
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e 'liere women minorities hired 
each the 
of new hires differ ethnic among 
and women within each ethnic 
e Were women and minorities 
each ry's 1977 or 
differ 
women within each 
• Were women and minorities their 
in each 's Did 
the percentage o separations differ among and among 
men and women within the various 
• Overall, what was the net (in 
some cases, two-year o '..;omen 
and minorities the ifications 
State Univers 
5 0 and 
in 
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in Executive category, i~ is apparent were hired 
and but also their 
percentage representation in -a I ~ ' r 3 net 
increase of 3.7 percentage points over the two-yea Black 
men were also hired and promoted at percentages above their 1979 
representation in this , and a 
for net increase .4 
197 and 1981. Black women were at 
above their 1979 , for .4 inc rea 
percentage of new hires that went to 79 to 19 
was more than twice their pe category in 
79, but their percentages of their 
were for an overall .4 percentage 
over the two-year 
the of new hires their E-xecutive 
category in 1979, for increas 1981. 
While Asian men promotions 
than their 1979 received a 








In the category, white women received fewer 
new hires, more promotions and more separations than their 1979 
percentage of this category, resulting in a net decrease of 4.1 
percentage Black men received considerably larger 
percentages of both new hires and separations than their 1979 
percentage on the Professional/Non-Faculty staff, for an overall in-
crease of l percentage point. Black women were also hired and 
separated at rates above their 1979 percentage representation, for 
an increase of .3 percentage point. Hispanic men in this category 
too received double the percentage of new hires as their 1979 
percentage of this category, for an increase of l. 5 percentage 
points. Hispanic women were hired, promoted, and separated at rates 
above their 1979 percentage of the Professional/Non-Faculty 
category, for an increase of .6 percentage point. Asian men received 
lower percentages of both new hires and promotions than their 
percentage in the category in 1979, for a decrease of l.l percentage 
points. Asian women, on the other hand, received higher percentages 
of new hires and , resulting in a .l percentage point 
increase over the two-year period. American Indian men received a 
smaller percentage of than their 1979 percentage of the 
category and none of the promotions, for a decrease of .2 percentage 




, and rates for Table 6 illustrates the new hire, 
the three different faculty --tenured, on-track for 
tenure, and other (not eligible for tenure) the four-
year period at the State University. The percentages of new hires 
for white women in the tenured category in both of the two-
year were below their percentage in that 
category their percentages of , re-
in a .6 percentage increase over the 
Black mea did better in terms of than in new hires over 
the four-year , for a net increase of .3 percentage point. 
Black women, like Black men, had no new hires between 1979 and 1981, 
although their percentages of promotions were than their 
percentages in the tenured faculty, for an overall increase of .2 
percentage point. Hispanic men received 
percentages of both new hires and 
higher 
to the tenured faculty 
than their percentage representation, for an increase of . 4 
percentage from 1977 to 1981. wnile women showed no 
new hires to the tenured 
percentages of new hires and 
between 1979 and 1981, their 
between 1977 and 1979 were 
above their of the tenured category, which 
resulted in an overall increase of .2 percentage point for the four-
r period. Asian men did better in terms o new hires and 
bet•,;een 1979 and 1981 than in the revious two-year 
period, for au increase of .2 percentage in the tenured faculty 
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promotions than their pe in the tenured culty in both two-
year , for an overall increase 
American Indian men were hired at the tenured level bet'lleen 
1979 and 1981, and their f tenured held 
s at .3%. While there were no American Indian women on the 
State Universi 's tenured facul in either 7 or 1979 did 
receive some into the tenured twe~~ 979 a~d 19 l~ 
them .l% of the tenured tioo.s 98 
n t!:J.e on-track r tenure category, white t.y 
r percentages of ne'"' hires and remotions in two-year 
than their in the 
category, for a o.et increase of 2.6 pe 
received smaller of new hires 
cons percentage of 
1917 percentage of this 
points the on-track 
received smalle of new 
f the 
0 res and promotions r 
2-
Bl.1ck men 
remotions and a 
.Larger 
19 and 1979 
a 







decrease of .6 percentage point from 
1977 1981. Asian received ges of new hires and 
in both two-year than their 
track category, a net increase of 2.3 percentage 
in the on-
over the 
As women did better in terms of new hires and 
between 1979 and 1981 than in the previous two-year 
but: still a decrease of .1 percentage point in 
their The new hire, , and separation rates 
in :heir representation, 
increase of .1 percentage 
of American Indian men resulted no 
while American Indian women showed s 
over the four years. 
ihe other faculty category at the State consists entirely 
of persons who are lefor tenure. Between 1977 and 1981, the 
new hire, , and separation rates of white, Black, Asian, and 
American Indian women resulted 
percentages of the other 
decreased. White, Black, 
increases in their overall 
catetory; only c women 
, and American Indian men, on the 
other hand, all decreased their percentages of the other faculty 
category over the four-year , while Asian men increased their 
percentage. 
Looking at the three faculty categories at the State University, the 
::.ure of new hires, promotions, and separat1ons for women and 
minorities has gene been mixed one. Interestingly, the net 
-53-
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for women and ~inorities have been most positive in the 
tenured faculty category, with mixed results 
tenure and other faculty categories. 
the on-track for 
Projecting the Future 
Given the data problems in the and 
Professional/Non-Faculty categories at the State University, 
Commission staff decided to do projections for l 83 
the full-time Faculty classification. 
1985 for 
Figure 31 illustrates the projections of the sex and ~thnic 
composition of the State University's full-time Faculty category for 
1983 and 1985. If trends of the past four years hold constant, 
relatively little will occur in the representation of women 
and minorities on the full-time faculty. ~en 
they are ected to 78. to 77. of the 
faculty 1985. Women are ected to increase their share of 
.9 point over the next four 
years. wbite, Asian, and American Indian women will show s 
increases in their on the l-time ty; Black women 
ll decrease and women re hold 
te, Black, and c men re lec::-ease their 







EJ~ AND [lHNICITY 
TOTAL FULL liME FACULTY. 
A STATE F L 1981/ PROJECTIONS FOR 1983 ~ 198S 
~~~~~~~~~~~~~~~~~~~~~~21.8  22.2 
-~-~·~··-···· ··-"' 22. 7 
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rnore si ove :rs, it may 
need to reexamine its recruitment programs to 
de ch have and have 
years in increas the rep 
various ranks. 
This section of the 
the California 
examines both full- part-time staff of 
in terms of classification and 
Data were received from s of the 
districts; ~arin Communi College District was not included 
due to data p l.ems tnat could not be :-esolved. Data from tb.e 
Chancellor's Office of the California Community 
included. This section answers a series of questions: 
are also 
• wb.at is the of women and minorities in the work 
force o the California in 1981? 






minorities in the top three 
and how has that representation changed 
r period? 
among 
thin those mino 
in the 
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groups, and between men 
groups, in terms of 
occupational categories in the 
• How does the of women 
' administration and 
minorities in the 
in 1981 compare to 
the sex and ethnic composition of the student body? 
In 1981, the California Col 
emp , a decrease of 389 persons since 
35,983 full-time 
Of the full-time 
staff in 1981, more than half were men 
decrease from 56.3 percent in 1977. 
most to be in 
classification in 1981, as were 
this was a 
ry etP&ic group were 
Secretarial/Clerical 
1979 and 1977. Men were most 
likely to be as in the Community Colleges in 1981, 
as they were in 1977 and 1979, this ried race. White, 
Asian, and American Indian men were most to be found in the 
classification in 1981, while Black and men were 
most l to be emp the 
t:.ion. Table 7 for the 




illustrates the in 
ethnic group in the full-time 
5 ff the ty 
The tota number o 
106 persons ever the 
intenance classifica-
percentages of women 
categories at the Community 
ff 
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nowever, men held a 
0 strative staff 
ca in 1981 wno 
composition of 
• women rnnorities 
Corrmuni r.y Co 1 
dec pe over the 
sif:i.ca was also 
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in the student Men, on the other hand, 
sma 
o administrative positions than their 
ethnic 
varied 
men all held 
than their pe in 
Indian men held lower percen-
in the student 
of the 
to the student 
on the full-time faculty t 33. 9%) at 
in the administration 26. , but still 












• over the 
less 0 
the tenured increased 
riod. 
every ethnic group. 







year peop between 77 and 1981, 
-time in 1981. 
resented in the on-track 
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than in the 




, for the tenured, on-
the 
white women received 
and in each 






both new hires and promotions from 
tenured 1n 1977, 




















the tenured from 
from 79 to 1981' for an 
As females also received 
their of 
second 
net increase of 
new hires over the 
had rela low rates of 
.1 American 
new hires in each two-








te women showed rates 
than 
1979, for an overall 
men received no 
f new hires than their 1977 
loss that was 
for in the second two-yea for an 




tegory for a decl 








1977 to 1979 
the 
in 
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decrease of the Non-Faculty staff. 
Black, , and white males are ected to decrease their 
percentages in this category, while Asian and ft~erican Indian men are 
increase theirs. Women held 64.1 
of the 




of women and minorities is ected for the full-














9- ) . 
time when t:he State's 
of whites in 
a 
California. 




titute . 2 
been, continue be, 
ethnic composition of the State. In many 






are to rt in business 
governance 
facul 





l3 . The 
can also 
tenure, since 
come as a 
female and ty students in 






















academic students per rather 
kind of assist. 
affirmative action in the future. Since 
• like our create our sources, the 
current in access, due either 
admissions or decreases 
assistance, may t 
affirmative in rs 
to come. ! ~ narrative evaluation ;;, 
30, 1982; p. . ) 
In a very appears t.o as 
diverse ff attract 
more diverse , who will not 
the of talent 
from advinistrative staff can drawn in 
future. 
Cultural Educated 
persons a to unders and the 
divers ethnic, and cultural groups have 


























Given that affirmative action for and staff has been in 
in the segments since at least the 1970s, has the 
women and minorities into the 
administrations and faculties of the roved so elusive? Is 








fied women to 
costs and 
aspects of each 
action. 
"To make up 
groups should be 










percent of wi the 
the same way as is unknown, since 
of the 
of Blacks and 
was not In contrast, 67 
of 
second asked whether "business 
certain number of workers and women 
whites and men '.?auld not be hired 
with statement 
of Blacks 





with the statement. 
and the Political Process," 
Field Institute, vol. 2, ~arch 1982; p. 3.) 
toward affirmative action is not what it was 
conservative national mood and 
the attitude 
the sixties; the 
unemp both 
contribute to a 
programs. 
of for affirmative action 
Institutions of education are not immune to this shift in 
attitudes, and with serious fiscal constraints, the situation is 
exacerbated. In the difficulties of maintaining 
affirmative action in a time of constraints, the State 
made the statement about attitudes "In a more 
way, it and 
frus te affirmative action 
administrators and staff may s 
situation Of all 
-84-
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~J constraints] may so 
that 
fail to believe that 
, real or 
obstacle to 
The Univers 
also and need r 
co 
Still ry attitude many facul and 


































I' ; p. The 
lack of commitment to 
in affirmative 
the the 






The focus on l 


















federal interest in enforcement 


























and minorities with 
narrative 
This reflects fact that women and minority .D. 
concentrated in the fields f 
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discussed in the and student affirmative 
action are divers on the 
will attract students from diverse who in turn can 
become members of the from which 
will be hired. Often, however, the segments have treated 
student and affirmative action as separate 
entities. In discuss this the June 1982 University 
report to the stated: 
As the p has indicated, 
student, and ot:her related affirmative action programs 
have tended to suffer from a of effort. This 
is true of the between student 
and affirmative action programs, due to 
the rurrent Federal is on the traditional, 
industria model at the expense of academic and 
student concerns. , June 1982; p . 
• . ) 
if the pools of women and minorities with 
advanced are to be 
student affirmative action programs--at both the 
and levels--must focus on women 
and minorities to enter these fields. The Univers has suggested 
-97-
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several to the coordination and 
student action 
between student and 






women and minorities with Ph, 
e the of 
areas such as student advis 
activities a 
tenure 
Whether the and the other 
to 





in order to 
models, in 
these 





have fared better 
as well 


















minorities in the tenure-track 
is , and 
the past four years, little is 
action has been slow, but it has 
advancement of this progress in 
resource constraints, 
collective 
needed in 
in 
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will 
efforts and 
the broad 
